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ABSTRACT 
Poor performance oflecturers in Nigerian Polytechnics warranted an independent research 
on lecturers' job performance, given that the poor performance can seriously affect 
educational development in the country. Substantial evidences from the extant literature 
have highlighted that high-performance work practices (HPWPs) were significant 
predictors and drivers of enhanced performance. Also, the effectiveness of HR practices 
is context-dependent. Therefore, the current study investigated the effect of HPWPs 
(recruitment and selection, training and development, compensation, performance 
appraisal and employee involvement) on lecturers' job performance in the context of 
Nigerian polytechnics. It also examined the moderating role of physical working condition 
in the HPWPs' relationship with lecturers' performance. Quantitative research approach 
with a cross-sectional technique, was used. Data were obtained from 722 academics in the 
North-west Nigerian polytechnics. The overall findings indicated that training and 
development, performance appraisal and employee involvement were significant 
predictors of enhanced lecturers' task performance while only training and development 
and employee involvement significantly predicted the enhanced lecturers' contextual 
performance. Moreover, physical working condition strengthened the recruitment and 
selection-task performance connection; performance appraisal-task performance nexus; 
and employee involvement-task performance relationship. Likewise, physical working 
condition strengthened the training and development-contextual performance connection; 
performance appraisal-contextual performance nexus; and employee involvement­ 
contextual performance relationship. This implied that the: link between HR practices and 
enhanced performance could be affected by the environ"1ent within which organizations 
operate. The present study focused mainly on the teaching staff of the polytechnics located 
in the north-west geopolitical zone ofNigeria. Thus, future research should examine other 
HPWPs such as job security, team work, organizational qommitment, and work design in 
relation to job performance, and also to investigate physical working condition as potential 
mediator, different geopolitical zones and non-teaching staff from various polytechnics 
could be studied in future studies. 
Keywords: High performance work practices, 
condition, polytechnics, Nigeria. 




Prestasi yang lemah dalam kalangan pensyarah Politeknik di Nigeria mewajarkan 
penyelidikan bebas terhadap prestasi kerja pensyarah memandangkan prestasi yang lemah 
boleh memberi kesan negatif kepada pembangunan pendidikan negara. Bukti daripada 
sorotan literatur telah memberi gambaran dan penekanan bahawa amalan kerja berprestasi 
tinggi (HPWP) merupakan peramal penting dalam memacu prestasi. Selain itu, 
keberkesanan amalan sumber manusia bergantung juga kepada konteks. Oleh itu, kajian 
ini menganalisa kesan HPWP (pengambilan dan pemilihan, latihan dan perkembangan, 
pampasan, penilaian prestasi dan penglibatan pekerja) terhadap prestasi kerja pensyarah 
dalam konteks politeknik di Nigeria. Kajian ini juga meneliti peranan penyederhanaan 
keadaan fizikal tempat kerja dalam hubungan HPWP dan prestasi pensyarah. Pendekatan 
kuantitif dengan kaedah kajian rentas telah digunakan. Data diperolehi daripada 722 orang 
pensyarah politeknik di Barat-Laut Nigeria. Dapatan keseluruhan kajian menunjukkan 
bahawa latihan dan perkembangan, penilaian prestasi dan penglibatan pekerja merupakan 
peramal penting dalam peningkatan prestasi tugas pensyarah manakala hanya Jatihan dan 
pembangunan dan penglibatan pekerja memberi ramalan yang signifikan kepada 
peningkatan prestasi kontekstual pensyarah. Selain itu keadaan fizikal tempat kerja 
didapati mengukuhkan hubungan pengambilan dan pemilihan prestasi tugas; kaitan antara 
penilaian prestasi dan prestasi tugas; dan hubungan penglibatan pekerja dengan prestasi 
tugas. Pada masa yang sama, keadaan fizikal tempat kerja mengukuhkan hubungan antara 
latihan dan perkembangan dengan prestasi kontekstual. Hal ini menunjukkan hubungan 
antara amalan sumber manusia dan peningkatan prestasi boleh terkesan dengan keadaan 
persekitaran di mana sesuatu organisasi tersebut beroperasi. Kajian ini memberi 
penekanan khusus kepada tenaga pengajar politeknik yang terletak di zon geopolitik 
Barat-Laut Nigeria. Oleh itu, kajian akan datang adalah disarankan untuk meneliti elemen 
HPWP yang lain seperti jaminan pekerjaan, kerja berpasukan, komitmen organisasi, dan 
reka bentuk kerja yang berkaitan dengan prestasi kerja, dan menguji keadaan persekitaran 
pekerjaan sebagai pembolehubah pengantara, zon geopolitik yang berbeza dan melibatkan 
staf bukan tenaga pengajar dari pelbagai politeknik. 
Kata kunci: Amalan kerja berprestasi tinggi, prestasi k,rja, keadaan fizikal tempat 
kerja, politeknik, Nigeria. 
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1.1 Background to the study 
Globally, education is recognized to be the prominent mechanism for promoting economic 
progress (Brunner, 2013; David, 2014) and reducing poverty (Teal, 2011). For Nigeria, 
education becomes inevitable for the country to survive and regain her lost glory as an 
Africa's largest (in terms of population) and perhaps third Africa's richest country 
(Scheffran, Manner, & Sow, 2012). Also, the fact that education has been recognized as 
an instrument par excellence for national development, makes it attract massive 
investments from governments and other stakeholders in developing countries including 
Nigeria (Yusuf & Ogbudinkpa, 2017). 
In Nigeria, one of the most crucial aspects of education is the higher education. This is 
because Higher education is expected to make significrt contribution to the economic 
development, growth and competitive advantage ofNigfria by imparting knowledge and 
skills to current and potential manpower (Coughlart, 201 1 ;  Rabah, 2016). Higher 
education is expected to serve as a training ground for potential leaders and develop high- 
level technical capabilities that strengthen the economic development and growth of every 
nation (Glewwe, Mai'ga, & Zheng, 2014; Pillay, 201 l). Higher education system 
comprises institutions of higher learning such as collfges of education, monotechnics, 
polytechnics, and universities that are charged with the responsibilities of training higher 
and middle-level manpower (Adeniyi & Taiwo, 2011). A brief on HEI's was given in the 
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Appendix 1: Research Questionnaire 
U n i v e r s i t i  U 1 t:ara M a l a y s i a  
School of Business Management, 
Universiti Utara, Malaysia, 




ACADEMIC REASERCH QUESTIONNAIRE 
I am a PhD. student, currently conducting a survey as part of a PhD research on 
High Performance Work Practices-Job Performance relationship. The aim of this study is 
to determine the effects of selected HR practices on the lecturers' performance in the 
Northwest Nigerian Polytechnics. The information you provide will lead to the 
achievement of objectives of this research. 
The survey is divided into four ( 4) sections. There are no rights or wrong 
answers. It will be highly appreciated if you honestly respond to all the questions in the 
sections, and return it to the assigned survey enumerator. Your responses will help in the 
data analysis section of this research. 
All information provided will be treated as confidential. It will be solely used for 
academic purposes. 
Thanks for your anticipated cooperation. 
Best Regards, 
Umar Abdullahi Abboh 
PhD (HRM) Candidate, 
School of Business Management, 
College of Business (COB) 
Universiti Utara Malaysia (UUM), 
06010 Sintok, Kedah, Malaysia 
Tel: (+234) 8060500197/+601157803013 
E-mail: auabboh@gmail.com 
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Please read each of the following items and indicate whether you agree or disagree with 
each of the given statement. Please indicate by circling (0). 
The questionnaire is rated using a 5 point Liker! scale below. And the following options 
SD= strongly disagree, D= disagree, N= neutral, A=agree and SA= strongly agree. 
Section 1: Job Performance 
S/No Statements SD D N A SA 
01 My quantity of work is higher than average. I 2 ' 4 5 ;
02 My quality of work is much higher than average. I 2 ' 4 5 ;
03 My efficiency is much higher than average. I 2 3 4 5 
04 My standard of work quality is higher than the formal I 2 3 4 5 
standard ofthis iob. 
05 I strive for higher quality of work than required. I 2 3 4 5 
06 I uphold the highest professional standard. I 2 3 4 5 
07 I can perform core job tasks. I 2 3 4 5 
08 I judge when performing core job tasks. I 2 3 4 5 
09 I accurately perform core job task. I 2 3 4 5 
10 My job knowledge concerning core job tasks. I 2 ' 4 5 ;
1 1  I  use creativity when performing my core tasks I 2 ' 4 5 ;
12 I comply with instructions even when supervisors are I 2 3 4 5 
not nresent 
13 I cooperate with others in the team I 2 3 4 5 
14 I persist to overcome obstacles to complete a task I 2 3 4 5 
15 I display proper appearance and bearing I 2 3 4 5 
16 I volunteer for additional duty I 2 3 4 5 
17. I follow proper procedures and avoid unauthorized I 2 3 4 5 
shortcuts. 
18. I look for challenging assignment. I 2 ' 4 5 ;
19. I offer to help others accomplish their work. I 2 3 4 5 
20. I pay close attention to important details I 2 3 4 5 
21. I defend the supervisor's decisions. I 2 3 4 5 
22. I render proper business courtesy. I 2 3 4 5 
23. I support and encourage a coworker with a problem. I 2 3 4 5 
24. I take the initiative to solve a work problem. I 2 3 4 5 
25. I exercise personal discipline and self-control. I 2 3 4 5 
26. I tackle a difficult work assigrunent enthusiastically. I 2 3 4 5 
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27. I voluntarily do more than the job requires to help others 
or contributes to or anizational effectiveness 
2 3 4 5 
Section 2: Hlah Performance Work Practices 
S/No Statements SD D N A SA 
01 I can use knowledge and behaviors learned in training at I 2 3 4 5 
work. 
02 My polytechnic helps me develop the skills I need for the I 2 3 4 5 
successful accomplishment of my duties (e.g., training, 
conferences, etc.). 
03 My polytechnic invests in my development and education I 2 3 4 5 
promoting my personal and professional growth in a broad 
manner (e.g., full or partial sponsorship of undergraduate 
degrees, postgraduate programs, language courses etc.). 
04 Mv oolvtechnic, trainine is evaluated bv oarticioants. I 2 3 4 5 
05 My polytechnic stimulates learning and application of I 2 3 4 5 
knowledge. 
06 Mv polytechnic, training needs are identified oeriodicallv. I 2 3 4 5 
07 Mv oolvtechnic treats me with resoect and attention. I 2 3 4 5 
08 My polytechnic is concerned with mv well-belne. I 2 3 4 5 
09 My polytechnic, there is an environment of understanding I 2 3 4 5 
and confidence between managers and emolovees. 
10 My polytechnic recognizes the work I do and the results I I 2 3 4 5 
achieve (e.g., in oral compliments, in articles in corporate 
bulletins, etc.}. 
1 1  My polytechnic favors autonomy in doing tasks and I 2 3 4 5 
making decisions. 
12 My polytechnic seeks to meet my needs and professional I 2 3 4 5 
expectations. 
13 My polytechnic employees and their managers enjoy I 2 3 4 5 
constant exchange ofinfonnation in order to perform their 
duties nrocertv. 
14 My polytechnic encourages my participation in decision- I 2 3 4 5 
making and oroblem- solving. 
15 My polytechnic, there is an environment of trust and I 2 3 4 5 
cooperation among colleagues. 
16 My polytechnic encourages interaction among its I 2 3 4 5 
employees (e.g., social gatherings, social events, sports 
events. etc.). 
17 My polytechnic follows up on the adaptation of employees I 2 3 4 5 
to their functions. 
18 My polytechnic, there is a consistency between discourse I 2 3 4 5 
and management practice. 
19 My polytechnic discusses competency-based performance I 2 3 4 5 
aooraisal criteria and results with its emctovees. 
20 My polytechnic competency-based performance appraisal I 2 3 4 5 
provides the basis for an emolovee develonment nlan. 
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21. My polytechnic, competency-based performance appraisal I 2 3 4 5 
is the basis for decisions about promotions and salary 
increases. 
22. My polytechnic disseminates competency-based I 2 3 4 5 
performance aooraisal criteria and results to its employees. 
23. My polytechnic periodically conducts competency-based I 2 3 4 5 
nerfonnance aooratsals. 
24. In my polytechnic I get incentives such as prombtions, I 2 3 4 5 
commissioned functions, awards, bonuses, etc. 
25. In mv polytechnic, mv salarv is influenced bv mv results. I 2 3 4 5 
26. My polytechnic offers me a salary that is compatible with I 2 3 4 5 
mv skills, training, and education 
27. My polytechnic remunerates me according to the I 2 3 4 5 
remuneration offered at either the public or private 
marketplace levels. 
28. My polytechnic considers the expectations and suggestions I 2 3 4 5 
of its employees when designing a system of employee 
rewards. 
29. In my polytechnic information is disseminates about both 1 2 3 4 5 
external and internal recruitment processes. 
30. In my polytechnic information is disclosed to applicants 1 2 3 4 5 
reeardine the steos and criteria of the selection orocess. 
31. In my polytechnic performance results is communicated to I 2 3 4 5 
candidates at the end of the selection process. 
32. In my polytechnic, selection tests are conducted by trained 1 2 3 4 5 
and imoartial oeoole. 
33. In my polytechnic, there are competitive selection 
processes that attract competent people. 
34. In my polytechnic, various selection instruments ( e.g., 1 2 3 4 5 
interviews, tests, etc.) are used. 
Section 3: Physical Working Condition 
S/No Statements SD D N A SA 
01 In my polytechnic the facilities are adequate 1 2 3 4 5 
02 In my polytechnic the building is a comfortable place to be I 2 3 4 5 
03 In my polytechnic the building is pleasing in appearance 1 2 3 4 5 
04 In my polytechnic there is adequate space for academic 1 2 3 4 5 
activities 
05 In my polytechnic classroom equipment and furniture are 1 2 3 4 5 
in disreoair 
06 In my polytechnic the facilities are lacking in regular I 2 3 4 5 
maintenance 
07 In my polytechnic the building is neat and clean I 2 3 4 5 
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e) 40 and Above 
Please check/select the most appropriate option that BEST describe your situation. 
8. Name ofschool . 
9. Age 
10. Marital status 
a) Single 
B b) Married 
c) Others 
1 1 .  Gender 
B a) Male 
b) Female 
12. Highest educational level 
a) HND/ Degree § b) PGD/ Master 
c) PhD 
d) Others, specify 
13. Level of position 
a) Lecturer Ill § 
b) Lecturer 11 
c) Lecturer I 
d) Senior Lecturer § 
e) Principal Lecturer 
f) Chief Lecturer 
14. Year of service in current polytechnic 
a) 2-5 years § 
b) 6-10 
c) 1 1 - 1 5  
d) 16-20 § 
e) 21-25 




Publications from the Ph.D. research 
1. Umar Abdul\ahi Abboh, Abdul Halim Abdul Majid, Hafeez Fareed (2019):HR 
Practices' Effect on Lecturers' Job Performance in Nigerian HEis.Intemational 
Journal of Advances in Management and Economics. Volume 8 Issue 4 55-66, 
ISSN: 2278-3369. 
2. Umar Abdullahi Abboh, Abdul Halim Abdul Majid, Hafeez Fareed (2019):Examining 
the Effect of HR Practices on Job Performance in Nigerian Polytechnics. 
International Journal of Economics, Commerce and Management. Volume: 7, 
issue 9. 98-115 ISSN: 2348 0386 
3. Umar Abdullahi Abboh, Abdul Halim Abdul Majid, Hafeez Farced (2019) HPWPs- 
Lecturers' Performance Connection: Does Working Condition 
Matter(Unpublished) 
4. Umar Abdullahi Abboh, Abdul Halim Abdul Majid, Hafeez Fareed (2019): Moderating 
Effect of Working Condition on HR 'Best Practices'-Job Performance 
Relationship (Unpublished) 
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